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Disclaimer

CONFIDENTIAL AND PROPRIETARY

This program and framework, including any supporting materials, is owned by Racial Equity Group and is for the sole use of the Racial Equity Group clients or other intended
recipients. This assessment may contain information that is confidential, proprietary or otherwise legally protected, and it may not be further copied, distributed or publicly displayed
without the express written permission of Racial Equity Group © 2021 Racial Equity Group LLC. All rights reserved.

LEGAL DISCLAIMER
Racial Equity Group is not engaged in legal, accounting or any other professional services. Racial Equity Group disclaims liability for any damages, claims or losses that may arise from
any errors or omissions in these materials, whether caused by Racial Equity Group or its associates, or reliance upon any recommendation made by Racial Equity Group.
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_ Executive Summary Road to Commitment Recommendations and Next Steps Appendix

Introduction

On behalf of the Town of Brookline, Racial Equity Group(REG) conducted the townds inaugur al Raci al
to assist the Town in 1itdéds journey toward being a | eader rehemsivadvanc.i
diversity, equity, and inclusion goals are necessary to enable Town Departments to adapt and improve internal culture and operations, external
program and service delivery, public engagement, and build capacity of staff to use an equity mindset, as it continues to create a culture of

inclusion and equity. Building an equity culture requires not only that the Town government ensures compliance with applicable civil rights laws,

but that it develops staff capacities necessary to create and - most importantly- sustain a truly equitable and inclusive culture. The following

audit assessment iIis the foundational first step to achieving the To

Racial Equity for the Town of Brookline is definedasinr el ati vel y equal advantages and disadvant ac
belonging to racial categories have equal opportunity to be employed with the Town, access to Town services, receives fair treatment and
qguality in Town services. o

The audit assessment measured the most important competencies and actions for producing and sustaining Racial Equity within Town
governmentd actions highly correlated to equitable outcomes including: making Racial Equity a Town priority, strong leadership commitment,
development of community partnerships, effective data collection, healthy work environment, staff and leadership capacity to evaluate policies
and practices to advance Racial Equity.
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Racial Equity Continuum Overview

In order to provide a valid measurable benchmark of Racial Equity, REG (Racial Equity Group) has integrated evidenced-based best practices
inside public and private sector organizations, leveraging decades of consulting experience to discover 6 observable and measurable
competencies that determine an organization's level of commitment to advance Racial Equity. The 6 competencies include; institutional,
leadership, capacity building, data and disparities, belonging and inclusion, knowledge and competence. The cumulative results of the 6
competenci es
mately
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COLOR BLIND
INSTITUTIONS

ar e

I denti fying

Avoids initiating policies
and practices focused on
race and ethnicity
since race does not
affect a person's
opportunities. Race
does not matter.
We treat everyone
the same.

t o
t he

us ed

CAUTIOUS
INSTITUTIONS

Road to Commitment

measur e
Townos

RACIAL EQUITY COMMITMENT

t he

COMPLIANT
INSTITUTIONS

Townobés |
position

Recommendations and Next Steps

evel

on the f ol

ADVANCES

COMMITTED
INSTITUTIONS

Hesitant to initiate
policies and practices
focused on race and

ethnicity. Deemphasizes
race in favor of more
general inclusion efforts.
Race matters, but we
want to get it nght.

Reactionary to initiate
policies and practices
focused on race and
ethnicity, usually in
response to compliance
and avoiding legal and
financial risks. Does not
sustain initiatives, policies
and practices focused on
advancing Racial Equity.
Race matters especially
for legal implications.

Proactively initiates policies
and practices focused on
race and ethnicity to equip
staff at every level, creates
accountability structures to
measure and monitor
progress toward Racial
Equity. Race matters, and
data informs where to focus
efforts, close disparities, and
remove barriers to equal
opportunity.
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_ Executive Summary Road to Commitment Recommendations and Next Steps Appendix

Racial Equity Core Competency Definitions

Institutional Commitment: Racial Equity is an organizational priority at an enterprise level
with dedicated talent, resources, and accountability structures established to ensure effective
execution and success.

Leadership Commitment: Manager, supervisors and leaders at the department/functional
level have taken ownership of Racial Equity by establishing goals, setting expectations,
leading by example and implementing policies and practices to advance Racial Equity.

Capacity Building: Measure of how well an organization establishes collaborative
partnerships with external stakeholders who have a shared purpose to advance Racial
Equity.

Data and Disparities: Measure of how well an organization measures (collects), monitors
(tracks) and manages (evaluates) data disaggregated by race and ethnicity.

Belonging and Inclusion:Measur e of empl oyeeds feelings

empowered within an organization.

Knowledge and Competence:Measur e of empl oyeeds knowl
advance Racial Equity.
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Measurement

Competencies were assessed based on participants
level of agreement using a scale of 1 to 5 where:

1 = Strongly Disagree

2 = Somewhat Disagree

3 = Neither Disagree nor Agree
4 = Somewhat Agree

5 = Strongly Agree

Assessment Rating Scale

Strongly Neither Agree Strongly
Disagree nor Disagree Agree
()
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Introduction Executive Summary

Executive Summary

Road to Commitment

Recommendations and Next Steps

Appendix

Between March 23" and April 9t 2021, the Town of Brookline invited 1309 employees to participate in the Racial Equity Audit Assessment.

U Participation rate: 89% (n = 1163) employees who reacted to the e-mail invitation

U Response Rate: 65% (n= 757) employees who started the assessment

o 75.3% (n=570) Valid Responses

0 24.7% (n=187) Invalid Response i Dropped off before 50% complete (173); too slow, > 136 mins (10); too fast, <2 minutes (4)

Female

Male
Q MNon-binary /non-confirming /
transgender fother
\y Unknown / PNS

Asian or Asian American
Black or African American
Hispanic or Latinx {non-white)
White, Caucasian

Two oF more races

Other

Unknown

52.5 %
323 %

1.9 %

133 %

7.0 %
7.2 %
5.4 %
66.6 %
4.9 %
1.2 %
7.7 %

1

<=

Leshian

Gay

Bisexual

Queer or guestioning
Straight (heterosexual)
Other fUnknown [PNS

18- 24 years old
25 - 34 years old
35- 44 years old
45 - 54 years old
55- 64 years old
65 - 74 years old
75+years old

Unknown / PNS

2.8 %
1.8 %
3.5 %
1.6 %
72.4 %
17.9 %

3.3 %
18.6 %
23.3 %
18.7 %
16.7 %

6.0 %

0.9 %
12.5 %

Note: Demographic characteristic percentages calculated as the number in the group divided by the valid responses (N = 570); For example, 52.5% of the valid response sample was Female. PNS = Prefer Not to Say
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Introduction _ Road to Commitment Recommendations and Next Steps Appendix

Town of Brookline Employee Characteristics

Job Description Years Worked for the Town of Brookline Department Response Rate Based

Official 3.0 % 40% - on Total Survey Responses
Professional 60.2 % Building Department 3.3 %
Technician 1.4 % i | iy Council on Aging 1.6 %
Protective services 5.8 % Diversity and Inclusion Office 0.9 %
Administrative support staff 14.2 % 20% | 160 Finance Department 1.1 %
Skilled craft 23 % : 12.6% Fire Department 6.1 %
Service worker 6.3 % 10% 4 gan 10.7%  10.5% . . Health Department 1.4 %
Other 1.4 % - ; Human Resources Office 1.4 %
Unknown / PNS 5.4 % Library 10.4 %
<1 1-5 6-10 11-15 16-20 20-25 +25 Unknown Parks and Open Space 1.9 %
NS Planning and Community Development 1.6 %
Manager by Race & Gender Staff by Race & Gender Current Manager Police Department 4.9 %
No 72.1 % FPublic Works 4.2 %
Yes 22.6 % Recreation Department 4.7 %
Unknown 5.3 % Schools 40.9 %
Town Administration 1.6 %

Women of Color

White Women [ElRERS
Men of Color
White Men

Town Clerks Office 1.2 %
Treasurer/Collector 1.2 %
Other 4.4 %
Unknown [/ PNS 7.2 %

Note: Employee characteristics percentages calculated as the number in the group divided by the
valid responses (N = 570); For example, 72.1% of the valid response sample were not managers.
PNS = Prefer Not to Say e

L
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Introduction _ Road to Commitment Recommendations and Next Steps

What is our Level of Racial Equity Commitment?
OVERALL COMMITMENT

Appendix

Town of Brookline employees responded to 32 statements me guwstustandardg t

operating procedure, as well as additional requested items on diversity, equity and inclusion conversations with personal, social, and professional
networks, which were not included in the continuum scoring and used for informative insights only. The results of the aggregate responses
identified the Town of Brookline on the below Racial Equity continuum as compliant (see appendix Racial Equity continuum definitions).

RACIAL EQUITY COMMITMENT

IMPEDES

4 ADVANCES
Y1
COLOR BLIND CAUTIOUS COMPLIANT COMMITTED
INSTITUTIONS INSTITUTIONS INSTITUTIONS INSTITUTIONS
e
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Introduction _ Road to Commitment Recommendations and Next Steps Appendix

What are the Aggregate Results on Racial Equity Commitment?

RACIAL EQUITY COMMITMENT
1 IMPEDES 2 3 4 ADVANCES 5]

COLOR BLIND CAUTIOUS COMPLIANT COMMITTED
INSTITUTIONS INSTITUTIONS INSTITUTIONS INSTITUTIONS

INSTITUTIONAL
LEADERSHIP
CAPACITY BUILDING
DATA & DISPARITIES

BELONGING & INCLUSION

KNOWLEDGE & COMPETENCE

Highest Priority Moderate Priority Lowest Priority
U Capacity Building Commitment U Leadership Commitment U Belonging & Inclusion Commitment
U Data & Disparities Commitment U Knowledge & Competence Commitment

U Institutional Commitment

o
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Introduction

Road to Commitment

Recommendations and Next Steps

How Strong is Racial Equity Commitment in each Competency?

INSTITUTIONAL
COMMITMENT

Town government has a
written public declaration
clearly stating our
commitment to Racial Equity.

Training or development
opportunities intended to
build skills for implementing
Racial Equity are made
available to all levels of staff.

Afunctioning Racial Equity
Taskforce/Committee or
Chief Diversity Officer exists
inside my institution.

Performance reviews for
managers and senior
i\ leadership include clear Racial
Equity expectations and goals.

All departments have
established Racial Equity
indicators of
performance/progress.

LEADERSHIP
COMMITMENT

Department leadership
encourages staffto
participate in Racial Equity
fraining.

Regardless of race, all employees
have equal opportunity to advance,
including receiving good job
assignments, promotions, and
salary increases.

Department leaders are held
accountable for improving
Racial Equity.

Department practices existto ensure
decision-making on policies,
senices, budgets and programs is
done with Racial Equity in mind.

Department managers and
leaders demonstrate a
commitment to advancing
Racial Equity.

My immediate supervisor
is committed to advancing
Racial Equity.

12 CONFIDENTIAL AND PROPRIETARY | © 2021 Racial Equity Group. All rights reserved.

CAPACITY BUILDING
COMMITMENT

My department often meets with

communities of color to discuss

the impact of sernvices, decisions
and programs.

Racially diverse stakeholders are
actively solicited to provide input
during department planning and
decision-making on sernvices and
program delivery.

My department actively seeks
representatives from communities
of color to serve on Town boards,
committees and commissions.

My department partners with
other public institutions andfor
community organizations to
advance Racial Equity.

DATA & DISPARITIES
COMMITMENT

My department routinely analyzes

data on racelethnicity to measure

equitable hiring and employment,
contracting and procurement.

My department ensures all
residents are served equitably by
measuring access, treatment,
quality and outcomes by
race/ethnicity.

My department routinely uses
racelethnicity data to monitor

i equitable practices for performance

reviews and promotions.

During budget and resource
allocation planning, my department
routinely analyzes racefethnicity
data to ensure Racial Equity.

My department evaluates data by
racelethnicity to ensure equitable
senice delivery and operations to

stakeholders.

Low Moderate High
Commitment Commitment Commitment

BELONGING & INCLUSION

COMMITMENT

| feel comfortable
expressing my
natural/cultural identity
at work.

| do not need to conform to
the dominant culture or
downplay or hide how | am
different in order to be
treated like | belong.

| am able to influence
decisions that affect my

i work, projects and program

Senice areas.

| am often invited to

VOice my opinion in
meetings where important

decisions are made.

Mentoring and
coaching are available
to me.

In my department
| am treated like
| belong.

Appendix

KNOWLEDGE & COMPETENCE

COMMITMENT

| have a clear understanding of
what it means to advance
Racial Equity in Town
government.

| can identify examples of micro-
aggressionsi/biases during
workplace interactions with
people who are racially and
culturally different from me.

| understand what racial inequity
looks like in daily operations,

f senvice delivery, policies, practices,

procedures and programs.

| understand how my role,
tasks and projects are aligned
to Racial Equity goals.

| feel comfortable talking about
race and equity within my
workplace setting.

| understand why it's important
for my employer to focus on
Racial Equity.

T
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Introduction

Road to Commitment

Is there Race and Ethnicity Consensus in each Competency?

INSTITUTIONAL
COMMITMENT

Town government has a
written public declaration
clearly stating our
commitment to Racial Equity.

Training or development
opportunities intended to

LEADERSHIP
COMMITMENT

Department leadership
encourages staff to
participate in Racial Equity
training.

Regardless of race, all employees

CAPACITY BUILDING
COMMITMENT

My department often meets with

communities of color to discuss

the impact of services, decisions
and programs.

Racially diverse stakeholders are

DATA & DISPARITIES
COMMITMENT

My department routinely analyzes

data on race/ethnicity to measure

equitable hiring and employment,
contracting and procurement.

Recommendations and Next Steps

BELONGING & INCLUSION

COMMITMENT

| feel comfortable
expressing my
natural/cultural identity
at work.

Appendix

KNOWLEDGE & COMPETENCE
COMMITMENT

| have a clear understanding of
what it means to advance
Racial Equity in Town
government.

build skills for implementing
Racial Equity are made available
to all levels of staff.

A functioning Racial Equity
Taskforce/Committee or

have equal opportunity to
advance, including receiving
good job assignments, promotions,
and salary increases.

Department leaders are held

actively solicited to provide input

during department planning and

decision-making on services and
program delivery.

My department actively seeks

My department ensures all residents

are served equitably by measuring

access, treatment, quality and
outcomes by race/ethnicity.

| do not need to conform to
the dominant culture or
downplay or hide how | am
different in order to be
treated like | belong.

| can identify examples of micro-
aggressions/biases during
workplace interactions with
people who are racially and
culturally different from me.

Chief Diversity Officer exists
inside my institution.

Performance reviews for

accountable for improving
Racial Equity.

Department practices exist to ensure

representatives from communities
of color to serve on Town boards,
committees and commissions.

My department routinely uses
race/ethnicity data to monitor
equitable practices for performance
reviews and promotions.

| am able to influence
decisions that affect my
work, projects and program
service areas.

| understand what racial inequity

= looks like in daily operations, service

delivery, policies, practices,
procedures and programs.

managers and senior leadership
include clear Racial Equity
expectations and goals.

decision-making on policies, services,
budgets and programs is done with
Racial Equity in mind.

All departments have
established Racial Equity
indicators of
performance/progress.

Department managers and
leaders demonstrate a
commitment to advancing
Racial Equity.

My immediate supervisor
is committed to advancing
Racial Equity.

My department partners with
other public institutions and/or
community organizations to
advance Racial Equity.

» routinely analyzes race/ethnicity data

During budget and resource
allocation planning, my department

to ensure Racial Equity.

| am often invited to

voice my opinion in
meetings where important

decisions are made.

| understand how my role,
tasks and projects are aligned
to Racial Equity goals.

My department evaluates data
by racefethnicity to ensure
equitable service delivery and
operations to stakeholders.

Mentoring and
coaching are available
to me.

| feel comfortable talking about
race and equity within my
workplace setting.

In my department
| am treated like
| belong.

| understand why it's important
for my employer to focus on

Racial Equity.

Low Moderate High /|_]\
Commitment Commitment Commitment RﬂCi3| Equity GI'OIJD

See Appendix for Racial Equity Commitment (REC) Levels Scoring & Weighting

Race Scores Different

Face Scores Similar
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Introduction _ Road to Commitment Recommendations and Next Steps Appendix

White and People of Color ( POC) Consensus on Racial Equity Commitment
RACIAL EQUITY COMMITMENT
1 IMPEDES p. 3 4 ADVANCES S
COLOR BLIND CAUTIOUS COMPLIANT COMMITTED
INSTITUTIONS INSTITUTIONS INSTITUTIONS INSTITUTIONS Gap
INSTITUTIONAL *
COMMITMENT 49
LEADERSHIP *
COMMITMENT .60
CAPACITY BUILDING *
COMMITMENT 45
DATA & DISPARITIES *
COMMITMENT 61
BELONGING & INCLUSION *
COMMITMENT 78
KNOWLEDGE & COMPETENCE 23 #
COMMITMENT '
Il White Score (n=379)
Gl .. q .. .. [ POC Score (n = 147)
Highest Priority Moderate Priority Lowest Priority « Statistically significant gap, p < .05
U Belonging and inclusion U Institutional Commitment U Knowledge & Competence
U Data & Disparities Commitment U Capacity Building Commitment
U Leadership Commitment ~
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Introduction _ Road to Commitment Recommendations and Next Steps Appendix

School and Town: White and People of Color (POC) Consensus

U For Institutional and Capacity Building, the gap between whites and POC were similar for School and Town, but school scores were lower than town scores for both
white and POC.

U For Leadership, Data & Disparities, and Belonging & Inclusion, the gap between white and POC were larger for School than Town, but school and town scores were
similar for whites, but school scores were lower than town scores for POC.

U For Knowledge & Competence, there was no significant gap between white and POC for Town. However for school, whites had higher scores than POC. White school
REC scores were greater than white town REC scores, while POC school scores were not statistically difference than town POC scores.

SCHOOL RACIAL EQUITY COMMITMENT TOWN RACIAL EQUITY COMMITMENT
5 ADVANCES 4 3 IMPEDES L 1 IMPEDES 2 3 4 ADVANCES 5
Gap COMMITTED COMPLIANT CAUTIOUS COLOR BLIND COLOR BLIND CAUTIOUS COMPLIANT COMMITTED Gap
INSTITUTIONS INSTITUTIONS INSTITUTIONS INSTITUTIONS INSTITUTIONS INSTITUTIONS INSTITUTIONS INSTITUTIONS

* INSTITUTIONAL £
= COMMITMENT S

% LEADERSHIP ®
L2 COMMITMENT o

* CAPACITY BUILDING *
— COMMITMENT —

% DATA & DISPARITIES £
.88 .40

COMMITMENT

& BELONGIMNG & INCLUSION ®
Ll COMMITMENT =

* KNOWLEDGE & COMPETEMNCE
.49 .04

COMMITMENT
School White Score (n=166) [JJ] Town White Score (n=213)
Schoal POC Score (n =84) ] Town POC Score (n =83)
* Statistically significant gap, p <.05

()
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Introduction Road to Commitment Recommendations and Next Steps Appendix

Town: Is there Race and Ethnicity Consensus in each Competency?

INSTITUTIONAL
COMMITMENT

Town government has a
written public declaration
clearly stating our
commitment to Racial Equity.

LEADERSHIP
COMMITMENT

Department leadership
encourages staff to
participate in Racial Equity
training.

CAPACITY BUILDING
COMMITMENT

My department often meets with

communities of color to discuss

the impact of services, decisions
and programs.

DATA & DISPARITIES
COMMITMENT

My department routinely analyzes

data on race/ethnicity to measure

equitable hiring and employment,
contracting and procurement.

COMMITMENT

| feel comfortable
expressing my
natural/cultural identity
at work.

BELONGING & INCLUSION § KNOWLEDGE & COMPETENCE

COMMITMENT

| have a clear understanding of
what it means to advance
Racial Equity in Town
government.

Training or development
opportunities intended to
build skills for implementing
Racial Equity are made available
to all levels of staff.

Regardless of race, all employees
have equal opportunity to
advance, including receiving
good job assignments, promotions,
and salary increases.

Racially diverse stakeholders are
actively solicited to provide input
during department planning and
decision-making on services and
program delivery.

My department ensures all residents
are served equitably by measuring
access, treatment, quality and
outcomes by race/ethnicity.

| do not need to conform to
the dominant culture or
downplay or hide how | am
different in order to be
treated like | belong.

| can identify examples of micro-
aggressions/biases during
workplace interactions with
people who are racially and
culturally different from me.

[ )
—

A functioning Racial Equity
Taskforce/Commitiee or
Chief Diversity Officer exists
inside my institution.

Department leaders are held
accountable for improving
Racial Equity.

My department actively seeks
representatives from communities
of color to serve on Town boards,

committees and commissions.

My department routinely uses
racefethnicity data to monitor
equitable practices for performance
reviews and promotions.

| am able to influence
decisions that affect my
work, projects and program
Service areas.

I understand what racial inequity
‘T’. looks like in daily operations, service
o delivery, policies, practices,
procedures and programs.

Performance reviews for
managers and senior leadership
include clear Racial Equity
expectations and goals.

Department practices exist to ensure

decision-making on policies, Services,

budgets and programs is done with
Racial Equity in mind.

All departments have
established Racial Equity
indicators of
performance/progress.

Department managers and
leaders demonstrate a
commitment to advancing
Racial Equity.

My immediate supervisor
is committed to advancing
Racial Equity.
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My department partners with
other public institutions and/or
community organizations to
advance Racial Equity.

Race Scores Different
difference = 500, p= .01

During budget and resource
allocation planning, my department
> routinely analyzes race/ethnicity data
to ensure Racial Equity.

| am often invited to

voice my opinion in
meetings where important

decisions are made.

| understand how my role,
tasks and projects are aligned
to Racial Equity goals.

My department evaluates data
by racefethnicity to ensure
equitable service delivery and
operations to stakeholders.

Face Scores Similar
difference = 500, p = .01

See Appendix for Racial Equity Commitment (REC) Levels Scoring & Weighting

Mentoring and
coaching are available
to me.

| feel comfortable talking about
race and equity within my
workplace setting.

In my department
| am treated like
| belong.

| understand why it's important
for my employer to focus on
Racial Equity.

Low Moderate High /|_]\
Commitment Commitment Commitment RﬂCi3| Equity GI'OIJD
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School: Is there Race and Ethnicity Consensus in each Competency?
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See Appendix for Racial Equity Commitment (REC) Levels Scoring & Weighting



